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CAREER OPPORTUNITIES IN RESEARCH AND EVALUATION
RELATED TO HEARING IMPAIRED PERSONS

Donna M. Mertens
Gallaudet University
800 Florida Ave., N.E.
Washington D.C. 20002

202 651-5202

What are the job prospects for hearing impaired individuals
trained in research'and evaluation? What are the job prospects
for hearing individuals who are trained in research and
evaluation of hearing impaired populations? What skills should
be included in a research and evaluation training Program? What
other factors need to be considered in a research and evaluation
program, such as internship experiences? The answers to these
questions depend on the source and scope of the information base.
A vEriety of sources have been tapped in an attempt to give
teachers in this field guidance in the design of their programs.
Numerous lists of competencies have been published that were
based on the logical analysis of research and evaluation tasks,
as well as on the experiences and informed opinions of the early
leaders in the field of evaluation (Payne, 1974; Sanders, 1979;
Scriven, 1974; Stufflebeam et al., 1971; Worthen, 1978).

A second approach to determining what should be taught in
research and evaluation training programs is to examine the
course syllabi that are used in such coursework. While
evaluation training programs tend to be in schools of education
or psychology, they can also be found in specific disciplines
such as social work, health, and management settings (May,
Fleischer, Scheirer, & Cox, 1986). Davis (1986a) edited a volume
that contains an analysis of evaluation course syllabi from four
disciplinary perspectives-education, psychology, health, and
business and management-as well as from an interdisciplinary
point of view. She reported that specific disciplines differ in
their uurricular emphasis, however, there is increasing agreement
about the general topics evaluation courses should address
(Davis, 1986b). Much valuable information can be obtained from
this approach. However, additional information is necessary to
determine the correspondence between curriculum content and the
job market, as well as to identify variables related to
internships and future job placement prospects.

T7U1sh to acknowledge the important contribution that Steve Wolk,
Judy Harrison, Kate Tobin, and Judy Robbins played in the data
collection effort. The members of the Department of Educational
Foundations and Research also made an important contribution by
their advice on the design of the study. Finally, much
appreciation is expressed for the efforts of the participants in
the study who gave willingly of their time and ideas.

PAPER PRESENTED AT THE 1987 AMERICAN EDUCATIONAL RESEARCH
ASSOCIATION MEETING, WASHINGTON, D.C.
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Several researchers have investigated the skills that
evaluators and their employers report as being necessary for
succeseful conduct of research and evaluation studies. Two
studies used this method to examine skills needed within the
context of educational evaluations. Maryak, Gray, Mehrens, &
Lezotte (1979) surveyed members of the American Educational
Research Association's Division H who were primarily employed in
educational settings. Worthen (1975) interviewed leaders of
educational agencies that employ evaluators. Anderson and Ball
(1979) surveyed a group of experts in evaluation from the fields
of education, health and social-action programs who were asked to
rate the importance of a list of content areas and skills.
Anderson and Ball reported their overall ratings, but they did
not break down their results to reflect differences of opinion by
the respondent's field of expertise.

The present study was undertaken to determine the views of
employers from a variety of job placement settings and
disciplinary areas concerning the critical skills for the
researdh and evaluation profession, implications for training,
and future job prospects. Several assumptions guided the design
of this study. First, employers of researchers and evaluators
have a valuable contribution to make in terms of identifying the
skills that are needed by practicing professionals in the _field.
Second, a core of skills exists across disciplines, with
particular emphasis within specific disciplines. Thus, the views
of employers should be examined within the context of the type of
setting in which the evaluation and research occurs. Third,
evaluators use the tools of research along with supplementary
skills that are needed to fulfill the special requirements of
evaluation work. Fourth, individuals who are trained in
evaluation are often called upon to function in the role of
researcher, depending on the changing demands of the work
environment. And, fifth, evaluation courses can be taught from
an interdisciplinary perspective (See Conner, 1986).

In the current study, the Department of Educational
Foundations and Research at Gallaudet University conducted a
market research study that was used as a h is for the
development of a degree program in research and evaluation that
is consistent with the existing job market. The general approach
of the study was to survey potential employers of the program's
graduates to determine current staffing patterns, skills needed,
potential internship placements, and anticipated job openings.
Will the results be of limited value because of Gallaudet's
mission to serve the hearing impaired population? Three factors
contribute to the generalizability of the findings. First, with
the increased implementation of mainstreaming in colleges and
universities, it is increasingly likely that programs throughout
the country will be serving students with some type of
handicapping condition, such as hearing impairment. Second, one
issue addressed in this study was the conduct of research and
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evaluation with hearing Impaired subjects, whic2 . ld ae
parallel implicatione for other researchers and evIklUaorv wh0
are being trained to work with special needs populatidne. Th4r0,
employers were asked about researchers and_evaluators goner4,
as well as particularly about hearing impaired indirT4V,qa1,'

METHODOLOGY

Subjects. The subjects in the study were potenti4 lOyers
of graduates of a research and evaluation progr w co were
selected from five categories: consulting firms (including
private corporations), government agencies, pretessional
associations, residential schools for the deaf, ind other
educational agencies. Large residential schools for the deaf
were added to the list because Gallaudet serves both hearing and
hearing impaired students. The initial phase of the study
involved identifying those agencies that actually employed
evaluation research personnel to serve as the sample. Except for
the residential schools, the search focused on opportunities in
the greater Washington D.C. area.

Organizations that possibly employ evaluation research
personnel were identified by using the Evaluation Network's
vacancy list and list of organizations that employ evaluation
researchers; the CISID Yellow Pages listing of Management
consulting firms; the listing of professional associations in the
greater Washington D.C. area; directors of educational research
in the school systems in Washington D.C. and in surrounding
counties; State DepartMent of Education representatives in MD and

Gallaudet's Center for Assessment and Demographic Studies'
listing of large residential schools; and a listing of federal
agencies that use evaluations. A computerized database was
developed of the 288 organizations that potentially employ
evaluation xesearch personnel.

In order to identify organizations that actually do hire
evaluation research personnel, a short questionnaire (see
Gallaudet College Response Card in the appendix) was sent in the
Spring of 1986 to these organizations. A follow-up mailing was
sent to organizations that did not respond to the first mailing
within three weeks. The purpose of the first questionnaire was
to determine if the organizations Ylired evaluators or
researchers, and if so, if they would be willing to participate
in a follow-up interview.

The results of this first survey are presented in Table 1.
Prom the initial list of 288 names, a final sample was obtained
of 81 (28 percent) organizations that hire evaluation research
personnel and who indicated a willingness to participate in the
follow-up interview. The other 207 names can be accounted for as
being undeliverable (11 percent), not hiring evaluation research
personnel (12 percent), or not responding to the mailing (49
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peromdent) . A 20 percent random sample of nonrespondents was
cloritcted bymr te ephone . The results of this follow-up are
presadented in Table 2. The nonrespondents are primarily from
corismuhing Eff irms and profess i onal as s oc iat ions (76 percent ) .

SiNt7y-eight p=percent of the nonrespondents did not return the
ques-tionnairro- because they felt it did not apply to them. Given
this informet=ion, the large nonresponse rate appears to be due
prin=arily to inaccurately identifying the population, rather than
to a systeinalic bias in the nonrespondents.

TABLE

FIRST SURVEY OF POTENTIAL EMPLOYERS
OF EVALUATION RESEARCH PERSONNEL

T E OF

ORWMIZAT ION

Corismaiting FL__rm

Gove=nment Ammency

Resi=lentia1 =chool

Otkie= Educati_onal Setting

Przfrmssional Association

TOWEL

ORIGINAL UNDELIVER- DOES NOT NO
SAMPLE ABLE APPLY RESPCM

96 29

19 0

61 0

13 0

99 2

288 31

TABLE 2

4 50

1 10

7 22

0 3

22 57

34 142

POLLm.ADW-UP

TYM OF

OBIZTIO

OF NONRESPONDENTS TO THE

ORIGINAL SAMPLE DOES
GROUP CHOSEN APPLY

5 0 7 4

IRST SURVEY

OT APPLIES
BUT

REFUSED
2

APPLIES
AND
INTERV.

Constralting

10 1Gove=rnment Ay rency

RrImil=lential S. chool 22 6 1 2

Othezar Educati_onal 3 0
S etings

Prof ssional 57 14 11
Asociation_ss

TOTAMEJ 141 2 8 19 6
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TABLE 3

TYPE OF ORGANIZATIONS INCLUDED IN THE SAMPLE
OF EMPLOYERS OF EVALUATION RESEARCH PERSONNEL

TYPE OF
ORGANIZATION

ORIGINAL
SAMPLE

REFUSES
INTERVIEW

ACTUAL
INTERVI

SECOND
QUEST-
IONAIRE
RETURNED

Consulting Firms 13 3 10 3

Government Auencies 8 1 7 6

Residential Schools 32 2 30 20

Other Educational Settings 10 2 9 5

Professional Associations 18 5 13 5

Unknown 0 0 0 9

TOTAL 81 12 9 48

The types of organizations in the sample are displgmd in
Table 3. Residential schools for the deaf were representednost
frequently (40 percent), followed by professional associations
(22 percent), consulting firms (16 percent), other ed,"cational
agencies (12 percent), and government agencies (8 percent). (The
other educational agencies included research departments in
public schools, State Departments of Education, and wiiversity-
based research centers.) Twelve of the 81 sample memberswere
later unavailable to be interviewed. Therefore, the utual
response rate for the telephone interviews was 85 percet (69
respondents). The individuals who were interviewed were aemd to
return a form indicating their ratings of skills needed in
evaluation research. Forty-eight individuals returned this
second form for a response rate of 59 percent on the skill nting
form.

Tha majority of the respondents (62 percent) in the
telephone interview were trained in research and/or eva1uation
methods. The other respondents were either trained in
administration/personnel (13 percent), special/deaf education (9
percent), or in particular disciplines such as law, medicine,
history, or English. Seventy-one percent of the respondents
reported that they were actually doing research or evaluation
themselves. These active researchers evaluators reported an
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average of 12.7 years c=me experience in the field.

Procedures. The procedures for the identification of the
sample, development peeW the database, and the initial survey of
the potential employeTcs of evaluation research personnel was
described in the prvious section. This section includes a
description of the pro=edures used to obtain information from
those individuals who confirmed that they did employ evaluation
research personnel and were willing to participate in a follow-up
interview.

Two questionnaire were developed: one for use in the
telephone intervieW anfl one for rating possible skills needed in
the evaluation reseach profession (see the appendix). The
telephone interView gu=stionnaire was designed to collect the
following information:

-The nature of theme organization
-The kind of programs/activities occurring there
-The kind of work that research/evaluation people do
-Specific em.curtples of evaluation/research projects

-The kinds of skiBl_ls needed
-Whether or not it would be important to be a content
specialist, and, if so, in what areas
-Anv additioal skills that might be needed

-The respondentle background
- Whether or =sot the respondent was trained in research
or evaleaticrxn, and, if so, the nature of that training
-Whether or =mot the respondent was actively doing
researela or evaluation, and, if so, for how many years

-Interest in participating as an internship site
-Interest in having an intern
-Process of Istablishing an internship
- Interest in having a hearing impaired intern
-Need for an interpreter

-Future job proapcts
-job prospecs at their organization
-Job prospecs in the field in general

The telephone intrview questionnaire was pilot tested with
three organizations smeimilar to those in the sample. The
interviews were conduct=ea by three trained interviewers during
wy and June 1986. Becemh interview took about 15 to 20 minutes to
compaete.

Based on evaltlaion s reliance on traditional research
methodologies and tb breadth of applications in research and
evaluation skills, a b.eoad view was adopted of the potential



rammer paths for the program's graduates. Therefore t
1=owing description was formulated of the program's inten:

We are planning a program to train people tobe evaluators or researchers who can go into
an organization and help them clarify their
goals and determine how well they are meeting
those goals. They will be trained to use the
scientific method to collect and analyzedata. These skills could be applied in a
variety of settings such as in schools to
evaluate an individual's performance as wellas at the program level. They can also be
applied in market research, in the
establishment of new programs or in projects
involving survey research. (Taken from the
Telephone Inter-view Questionnaire; see the
appendix.)

The skill rating qiestionnaire was developed based c=n the
fol=owing sources that were identified in a computerized earch
of the literature related to evaluation research sr&cills:
Aredemrson and Ball (1979) surveyed a group of expers in
eve=uation who were asked to rate the importance of a 1 st of
corMtent areas and skills. Fienberg (1980) recommended a fous on
leelem-ning to use the scientific method for the design of sludies
anci the collection and analysis of data to assess the extnt to
"whi=h programs or activities met specified objectives. Daud=- listel
and Hedderson (1984) recommended a list of topics based on their
evauation program in sociology. Wortman, Cordray, Reis
(1910) based their list of skills on their progra
Hol-ter.hwestern University. Maryak, Gray, Mehrens , and L otte
(19=9) surveyed members of the American Educational Reearch
Aset=iciation' s Division H who were primarily employd in
ecb.i=ational settings.

The skill rating questionnaire was sant to the sana
incividuals who were later contacted in the telephone interee;riewe.
Thee individuals were reminded during'the telephone intervew to
rett=rn the rating form. They were also asked to identify t1==.e.t it
cani from their organization, if they wanted to. Nine f the
ski.M.1 rating forms were returned without such identifictiorar
corleguently, they appear in Table 3 as "Unknown" in referece to
the type of organization.

RESULTS

Ha =are of the Organization

A rich picture of the organizations emerged by askin each
re i=ondent to describe the organization's activities, the kiE_nd of
worlf that evaluators researchers did there, and specific exmemples

9



of projec s.
a Ø well as
goVernments,
ayWoi.es.
prizgramming,litfft a
wat-veys, top%

C:IsMiltims.g firsts included private corporatione
that consulted for federal and state
Ousinss, and non-profit and international
s of work that were done ranged from
al analysis, data collection, report

rsview.-- , program evaluation, and conducting
Itatiorms on research design. Several

interesting Xa.tep of pro acts were reported: (1) Surveying the
patticipants of a ZeWtmen. of Agriculture program using program
remrds to dterssirle prograxam usage. (2 ) Analyzing a company ' s
wcti force t-zo detemt-cline tl7Tm.e number of minority employees. (3)
Determine thE eXpter46% of rai_sing a child from infancy to college.
(4) Contract witAi is company-- to improve productivity and customer
satisfaction. (S) aLlt-veys e:I,r political candidates to predict
election outomseS. 4jd, (6) marketing research for new products
(fon food to-- defver10%).

Govern-sent . EAlencies included federal, state and local
relwesentatiw--ese. At th federal level, respondents were
interviewed. f--=7-roza etIeNoies thx_at serve a variety of functions such
ag supportinpag the u.s. Congress, disseminating government
Tel:lofts, and -P. condli.sg the census. State representatives were
interviewed. : rco311 vike extrision service and various educational
agencies . At -: thi3 1..0a1 leve--1 , the respondents represented social
set-vice agertoktCle0., The ypes of work that were reported were
sibilar to tose katraiftecl fczw= consulting firms, with the addition
If policy a_..ia.13risis BB az-i important skill area. Examples of
prcbjects ncl.-7.--1.1 es re41ow-up of program participants to determine
lorag term 1:T40-ogre/a et foots , investigating the effect of a change
in the drink3.-Ig age acfataL_±ties, assist developing countries in
Tesearch/evalirva.tital yojec, and determine the appropriate
all.ocetiorx of t'eStAkte.ei and istaff needed to meet goals.

Respondenitrita tTelk profesional associations represented such
diV-erse groulum ais aployza_,Aant security agencies, lawyers, music
edu.cators, cor ectiorti offL 4=ers, special educators, physicians ,and. therapie. Ayin, the work done by evaluation/research
peZ-sonnel va=16 64Jailx to that reported previously, with an
emplissis on six-Llx-vel,S talnemship. They collected information on
SuWi topics as skiory JJ.evels in the profession, budget
alLocations, am<lialtty 4fpro9ams, and reactions to new products.

The reential schooPs for the most part did not employ
anInose whose Uole Z--sponsi-Dility was to conduct research or
eva.loation. Thefte toks we-=e seen as either integral in the job
deaoription Ifia,ior orl.ocil perm:2=nel or were seen as needed but not
auf ficiently tcaelMask,c1 undP--- the current staffing arrangements.
The majority of t.114 resciondents described the individual
asasements 121 stadkits ther..t is done by the school psychologist
analally as e=cft.IMpa.Se .of eva=uation in their schools. However,
inoetrespondewrits $1-sa sentied evaluations of teachers and house
Pal-cots' 13e="Zorztia-no,e, ft>rlow-up of graduates, curriculum

1 0
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PSYCHOMETRICS
Tent construction 5
Reliability 26 3 5
Validity 3 5
Application of tests (paper
penoll;situational;performance) 17 la 5
Norm and criterion-reternoed

tests 10 17 5
Selecting a measurement
instrument 23 IA 5

Assessing a measurement
instrument 22 15 6 5

Interpreting test results 30 6 5

Reactive cOncerns and
unobtrusive measurea 10 Z5 7 6
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evaluations, and surveys of parents and the deaf community. The
work that was mentioned by these respondents matched that
described for the other types of organizations, although the
emphasis was clearly on assessment at the individual level.

In the other educational agencies, the respondents
represented offices of testing, research and evaluation in public
schools and on university campuses. The kind of work mirrored
that reported in the other organizations, with a greater emphasis
on program evaluation. Studies were conducted in such areas as
prevention of high school drop outs, training school
administrators to design evaluations, measuring minority
achievement, building databases of demographic and academic
information at the local schools, developina consistent reporting
methods, evaluating the gifted and talented program, and
conducting research on child development, education and mental
health in the area of deafness.

Skills Needed

Like Anderson and Ball (1979), two of the respondents had
some difficulty with completing the skill rating form. One
indicated that skills are important in particular situations.
Some of the skills are needed sometimes, but not all the time.
However, when you do need the skill, it is critical. Another
respondent was uncomfortable with the conceptual inequality of
the items on the rating form. He felt that some of the items
represented full courses while others were more individual
topics. These caveats should be recognized in the interpretation
of the ratings.

The respondents' ratings of the skills needed for research
and evaluation are displayed in Table 4. Generally, all of the
skills were rated as either essential or desirable by the
respondents, thus indicating that the list of skills derived from
the literature was "on target". Only advanced computer
programming, time series design, observational research, and
grantsmanship were rated as "not important" by more than 20
percent of the respondents. Analysis of ratings by type of
organization revealed a very consistent response pattern for all
of the skill areas except in the psychometrics area. In this
area, the rating "not important" was used by representatives of
all of the types of organizations except one residential school
and all of the other educational agencies. Thus, psychometrics
appears to be a skill area that is emphasized more in educational
settings than in the other work settings.

Within each work setting and in each discipline, particular
skills will receive greater emphasis. For example, Davis (1986b)
pointed out that psychological evaluators would emphasize goal
attainment scaling and management information systems.
Educational evaluators would emphasize curriculum development and
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school organization, and business evaluators would emphasize
organizational change, market research, and cost benefit
analysis. While recognizing these discipline specific skill
areas, the skill ratings in the present study indicate that there
is a generic set of skills that apply across types of
organizations. These include skills in traditio.lal research
methodology, evaluation, administration/communication,
statistical analysis, and computer usage.

In a paper entitled "Content Specialization and Educational
Evaluation: A Necessary Marriage?", Worthen and Sanders (1984)
examined the issue: Should an educational evaluator be trained
as a content specialist, an evaluation specialist, or some
combination of the two? They cond.-Jed that evaluation
specialists are the best choice to evaluate most educational
enterprises. They recognized that content specialization plays
an important role in educational evaluation, but it is neither
necessary nor desirable in the training of educational
evaluators.

The majority of the respondents (59 percent) agreed with
Worthen and Sanders conclusion. They felt that general research
and evaluation skills would be sufficient and that the person
could "learn as they go". Fifteen percent of the respondents
felt that some expertise would be necessary in such areas as
administration, sign language, audiology, sociology, counseling,
the law, economics, agriculture, criminal justice, mathematics,
or reading. These respondents also felt that only some of the
staff would need to be content specialists. One respondent
recognized that the area of needed expertise would change based
on what was being funded that year. The remaining respondents
(21 percent) felt that expertise would be needed in such areas as
engineering, military sciences, government documents, foreign
languages, reading, mathematics, deafness, sign language,
sociology, health, the law, and finance.

The respondents were asked to add any additional skills that
they thought would be needed in their particular setting to
conduct evaluation and research studies. Over 60 different skill
areas were listed; only a few of which were mentioned more than
once. The residential schools' and two of the other educational
agencies' representatives stressed that manual communication and
knowledge of deafness-related issues would be important. Four of
the educational representatives felt that knowledge of the
subject area such as reading, mathematics, science, or social
studies would be important. In addition, four of the educational
representatives reported that experience in an educational
setting would be important.

Other areas that were mentioned more than two or three times
included: legal issues, health, economics, personnel, finance,
agriculture, French, Spanish, human relations skills,
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linguistics, counseling, sociology, human development,
psychology, audiology, and visue.1 impairments.

Interest in an Internship

Sixty-two of the 69 respondents reported that they would be
interested in having an intern work in their organization. The
same percentage reported an interest in having an intern who was
hearing-impaired. One representative expressed some reservation
about having a hearing impaired intern because much of their work
is international and requires fluency in a foreign language.
However, this representative said that at the entry level there
would be appropriate positions for individuals with evaluation
research skills that did not require communication in a foreign
language. She did indicate that she thought it would be hard to
advance at that organization without these skills.

Several important points came out of discussions about the
internship process. First, the respondents revealed a very
positive attitude toward having a hearing impaired intern.
Sample comments included:

"We try to do things better than other people. T know that a lot
of deaf people can do a lot on their own."

"We would be eager to do that (hire a hearing impaired intern).
We need indepth study of methods such as sampling, aggregating
data..."

"We pride ourselves on being eclect eing able to work with
diverse types of people."

The idea of having an intern who was knowledgeable about deafness
and research and evaluation appealed to the respondents from the
residential schools for the deaf and from various social service
agencies. Sample comments included:

"Send 'em up here for practical experience. We really do need
someone."

"Deafness doesn't Matter. Depends on the nature of the task."

w4.4-h heAlriAng

natural."
impaired clients, so it would be a

"More than one would be welcome.

Second, the respondents emphasized the need for prior
planning and sufficient support resources, as exemplified by the
following comments:

"Hearing status is not Important. Availability of an internship
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is dependent on the match between the project and the
qualifications of the student."

"We would be interested in hiring a hearing impaired intern.
am concerned about communication and not giving the intern a
passive role for six months."

"You would need to interview the ccnsultants on staff to
determine an appropriate project for them."

"1 am concerned about communication and not giving the intern a
passive role. You need to allow nine months to forlually
establish an internship with personnel and get a sponsor to help
you push through the paperwork."

"We are very enthusiastic about hiring an intern. We may work
out room and board for 20 hours of work a week."

These comments raise several important issues. First, the
respondents recognized the communication problems faced by the
hearing impaired intern. Except for the residential schools, the
majority of the respondents reported that Gallaudet would need to
furnish an interpreter to facilitate communication. (The one
oral residential school respondent commented that, " They must be
able to communicate orally and must promise never to use any sign
language.") Seoond, the respondents emphasized the need to find
a match between the organization's work and the skills of the
intern. This requires considerable planning and supervision of
the internship placements to insure that the experience is
meaningful to the student and that the student is making a
meaningful contribution to the organization. Daudistel and
Hedderson (1984) recommend that the faculty visit the internship
site to explain to the agency that the trainees must do research
and/or evaluation work, not clerical tasks. The interns need to
obtain practical experience in applying research and evaluation
skills; they need to collect useful data in the context of an
operating program without disrupting normal operations of the
program. Third, the respondents seemed eager to learn about
working with a hearing impaired person. Therefore, some deaf
awareness education might be needed to facilitate the process.
Fourth, the issue of paid versus non-paid internships needs to be
worked out. Possible source of stipends need to be explored.
Fifth, considerable pre-planning time is needed.

Future Job Prospects

In
asked to
hire in
question

the initial screening questionnaire, respondents were
indicate how many staff and consultants they expected to
the next three years. This must have been-a difficult
for the respondents to answer because 44 percent left it
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blank for the number of staff members and 73 percent left it
blank for the number of consultants. Of those who provided an
answer, 59 percent indicated that they planned to hire at least
one staff member, with an average response of 2.6 people and a
range between 1 and 15. Although fewer respondents answered the
consultant question, 59 percent of those who did also indicated
that they planned to hire at least one consultant, with an
average response of 3.6 and a range between 1 and 20.

In the telephone interview, respondents were asked to
describe their view as to job prospects in their own organization
and in the field in general. Their responses provide some insight
into why the question of future hiringe was so difficult.
Basically, the respondents indicated that future hirings were
dependent on availability of funding, economic growth, and
attrition. Without knowing if there would be funding cut backs
or who might be leaving and when, it was difficult for the
respondents to specify how many new hires would be needed.

Six of the eleven representatives of professional
associations reported that job prospects in their organization
were "slim" to "not good". ThE others said that the chances were
"fair" to "good". However, only two of the eleven professional
association representatives thought that the job prospects in the
field in general were "slim" or "not good". The others indicated
that prospects would be good in larger firms, or very good
because organizations that serve the public need to be
accountable.

Two of the nine consulting firms/private corporations
representatives reported that they could not say for certain what
the job prospects were because they "fluctuate and are hard to
determine". However, five of the other representatives described
their situation positively, e.g., "growing", "very likely they
will be hiring", "good", "a variety of needs exist", and "changes
year to year, but looks good now". Their responses followed a
similar pattern with regard to the field in general.

The government agency representatives painted a similarly
positive picture, e.g., "20 to 30 jobs a year", "need to expand",
"continue to be important to 'tell their story'", "high demand
now", and "will be opportunities". They also felt very "bullish"
on job prospects in the field in general, seeing more demand for
skills to support programs".

The representatives of the residential schools were about
equally split in describing the job prospects as good and poor.
Most agreed that work needed to be done, but they wondered where
the funds would come from. The one's who described the prospect
as good based that on "an emphasis on long term planning", "need
to document the job they are doing", "providing services
throughout the state", and "good on a consultant basis". The
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respondents that thought job prospects were poor commented that
it was basically a problem of "a strong need but little money".
Some did not see jobs for the "straight evaluator/researcher at
the individual school level, but rather at the division or state
level". Thus, the residential school representatives generally
saw a more positive picture for job prospects in the field in
general than in their individual schools.

In other educational agencies, six of the eleven
representative described job prospects positively, e.g., "expect
to hire 3 to 10 people in the next 3 to 5 years", "moderately
positive", "chances are good with research skills". Those with a
more negative outlook again blamed the problem on inadequate
funding. Seven of the respondents indicated a positive feeling
about job prospects in the field in general, with one person
predicting "a substantial increase in the need for competent
people in evaluation and research".

In the telephone interview, respondents were also asked to
indicate whether or not they would hire a hearing impaired person
at their organization to do research and evaluation.
Interestingly, only 3 of the 69 representatives reported that
they would not consider hiring a hearing impaired person. One
person reported that he did not have enough business to keep
himself busy not to mention an intern also. Another respondent
said that their office was too small to accommodate an intern and
an interpreter also. The third one said that they already used
law interns and that was sufficient personnel.

The respondents seemed to be more concerned with getting a
qualified employee than with the person's hearing status.
Several of the respondents raised issues similar to those
discussed in relation to hiring a hearing impaired intern. They
were concerned about the communication problems and who would
provide an interpreter when it was necessary. Several indicated
that they were "eager to hire" handicapped workers and that they
had had hearing impaired people work for them before.

Summary and Conclusions

The purpose of this study was to determine the views of
employers from a variety of job placement settings and
disciplines concerning the critical skills for the research and
evaluation professional, implications for training, and future
job prospects. Through a phone survey of 69 employers of
evaluation research personnnl and a mail survey of a subset of 48
of those employers, information was obtained regarding the nature
of the organization, the kinds of skills needed in research and
evaluation, the respondent's background, interest in being an
internship site, and future job prospects. The organizations
surveyed represented consulting firms, private corporations,
government agencies, residential schools for the deaf, other
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educational agencies, and professional associations.

The results of the survey support the position that it is
possible to identify a generic set of skills needed to do
r(1,--rch and evaluation that apply across a variety of types of

izations. These include skills in traditional research
methodology, evaluation, administration/communication,
statistical analysis, and computer usage. In some settings,
particular skills would be emphasized more than in others. For
example, in residential schools, knowledge of deafness and sign
language (except at an oral school) would be important. In some
educational settings, knowledge of psychometrics or specific
subject areas such as mathematics or reading would be important.
Other organizations reported that it would be desirable to have
expertise in such areas as social welfare, law, criminal justice,
foreign languages, military, health, finance, personnel, and
human relations skills. An interdisciplinary approach to
teaching evaluation research would focus on the generic skills
and allow enough flexibility to address these specific skill
areas as well.

Sixty-two of the 69 respondents reported that they would be
interested in having an intern work in their organization,
whether the intern was normally hearing or hearing impaired.
Their comments revealed a very positive attitude toward having a
hearing impaired intern. The idea of having an intern who was
knowledgeable about deafness and research and evaluation appealed
to the respondents from the residential schools for the deaf and
from various social service agencies. The respondents also
stressed the need for prior planning and sufficient support
services (in the way of interpreters) to insure that the
internship experience is meaningful to the student and that the
student is making a meaningful contribution to the organization.
Education in deaf awareness may be needed in some organizations.
The issue of paid versus non-paid internships needs to be worked
out and possible sources of stipends need to be explored.

Projecting job openings is a difficult task, given that such
openings are dependent on the availability of funds, economic
growth, and attrition. However, even with this uncertainty, 59
percent of the respondents who were willing to speculate on this
reported that they expected to be hiring evaluation research
personnel in the next three years. Respondents in smaller
professional associations were not optimistic about future job
prospects. However, those in larger firms saw an increased need
to be accountable to their public and thus were more optimistic
in their outlook. Representative of the consulting firms,
private corporations, and government agencies were generally
positive with regard to future job prospects, e.g., "changes year
to year, but looks good now", "20 to 30 jobs a year", "need to
expand", and "more demand for skills to support programs". The
representatives from the residential schools were mixed in their
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opinions of future job prospects. They agreed that the work
needed to be done, but wondered where the funds would come from.
Job prospects were more positive in schools with an emphasis on
planning and documentation of their services. In the other
educational agencies, the picture was also mixed and was also
blamed cn the problem of inadequate funds. Seven of the eleven
respondents from the educational agencies indicated a positive
feeling about job prospects in the field in general. Overall,
the results indicate a very receptive job market for both
normally hearing and hearing impaired evaluators/researchers or
for evaluators researchers in the area of deafness.

Are the results biased because the agency conducting the
study educates both normally hearing and hearing impaired
students at the graduate level? The influence of such a bias
might be demonstrated in a more restricted range of skills that
employers thought a hearing impaired person could manage, or in
more pessimistic projections regarding internships and job
prospects. However, the list of skills that resulted correspond
fairly well to those reported by other researchers (e.g., Davis,
1986b; Anderson & Ball, 1979; Maryak, Gray, Mehrens, & Lezotte,
1979). The prospects for internships and job placements were
both very positive. This result may be more positive than would
be found in other regions of the country because the study
focused on the greater Washingtwl, D.C. area. The multitude of
government agencies, professional associations, and consulting
firms provide a more hospitable climate for the research and
evaluation professional. The results concerning internships and
job placements might be replicated in other major metropolitan
areas with a similar economic structure.
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APPENDIX

GALLAUDET RESPONSE CARD

SEILL RATING FORM

TELEPHONE INTERVIEW QUESTIONNAIRE
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)mpanv nstitution!

ontact Person-

elephone Numb

GALLAUDET COLLEGE
RESPONSE CARD

Number and type of individuals who use evaluation /research skills:

LEVEL ON-STAFF ON CONSULTANT BASIS

Number Field of Experuse Number Field of Expertise

Doc:oral

Maste

Bache]

Hired in '84 -----
Expect to hire in
the nrt D years

-- _

Sample fields of expertise: evaluation, education, business. statistics, computer programming.
political science public administration psychology, anthropology, sociology, economics. other
(please specify).

Would you be willing to Participate in a 20-minute phone convcrsation to help
near& skills that you look for in individuals you hire? D Yes 77! No

fold the response card so th2t the return address is on the outside Staple or tape closed.

entifv soecific evaluation

THJUNIK YOU!
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PIC35c indicate the importance of the following skills for an evaluation tesearch professional by

checking the appropriate box using the following scale!

Essential 2 Desirable 3 Nor important

METIIODS

F3 nth, th.4:04

2 j
LI (11 Li I. Sampling

U F I U 2, Survey resew!,

El 3 Questionnaire consituction

LI LI LI 4, intetviewing skills

U U U 3: Content analyth

0 Calp studies

Li LI U 1: Task analysis

LI U U 8, Expetimental design

LI LI U 9, Quaskaperhnental design

LI LI U to, Time series &sign

H U U II. Obsetvatiorta.! research

EVARIATION

LI U

LI U

U

U

LI U

U

U

U Li

U LI

U LI

U U

STATISTICS /COMPUTER

Importint

rj

0

Li

0

0

I. [bra preparation

2. Construction of data bases

3. Descripdve statistics

4. Inferential statistics

5. Correlation and regression

6. Multivatiate statistic3

Nonparametric statistics

8. Quality control

9. Ekmentary computer programming

JO. Advanced computer programming

I. the of canned programs

IL Ilse of micra computer software

0
U

I, Alternative nolth rot evihotion

2: Setting goals

P

0 0 U I. Test construction

LI 3. Cost.benern analysis 0 0 0 2. Reliability

U & Dantsmanship U DII 3. Validit y

U

Li

5. Standards fat evaluation (elbical, kgal)

6: Until:anon of evaluatkn results

U 4. Applkation of tnis (paper and pencil; situational;

performance)

U 7. Nanning evahtatinns LI Cl 5, Norm and unction referenced tests

U 8, Assessment of program implementation Li 6. Selecting a measurement instrument

LI

U

9, Mcl3V01113611

10, Nhies of evaluation 0
Li

0

7. Agessing 2 measurement instrument

8. Interpreting test Inuits

LI II, Policy analysis Li LI 9 Reactive concerns and unobstrusive measures

U Ii. Iceds assessment

ADM INISTRATION/ COMM UNICHION

LI U U I, Proposal writing

LI LI ii 2. F,xposhory skills (writing and speaking)

U Li U 3, Puldie relations skiHs

U U Li 4, Management skills

Li 0 U 5. Terlinkal writing of reports

_ U U U 6. Listening skills

25 u Li u 7: Consultation skills

o/d ati ; farm N that the return addrell on the mar.

Staple or idpe doled

THANK YOU!

. .

26



INTERVIEW GUIDE FOR RESPONDENTS

This is (YOUR NAME) .

(Ask to speak to the contact pers n. If they are not available,
ask for a good time :.;ci call back. Note that time in pencil on
this sheet.)

(If you are able to talk to the contact p -a

I am calling from Gallaudet College conce ning an evaluation
research program that we are making plans to develop. I believe
you received a questionnaire in the mail from us.

BRANCH 1

YES PEOPLE
(If the person responded to the first questionnaire and said that
he/she would be willing to talk with us, say:)
You responded to our first questionnaire and indicated that you
would be willing to talk with us about this a little bit more.
Is now a good time to talk?
(If not, schedule a convenient time to call back and make a note
of t.) (If yes, go to 1.1).

BLANK PEOPLE
(If the person responded to the first questionnaire and left
blank the indication of being willing to talk with us, say;)
You responded to our first que=tionnaire and I was wondering if
you would be willing to talk to me a bit more about it now?
(If not,say:)
What would be a more convenient time to call back? Make a noteY

1.1 BEGIN INTERVIEW

I want to minimize the amount of time that I take from you and
maximize the outcome of our conversation, so to begin with, I

want to briefly share with you our ideas of who an
evaluator/researcher is alld what such a person does.

We are operating from the definition of an evaluator as a person
who can help an organization clarify its goals and determine how
well the organization is meeting those goals. An
evaluator/researcher uses the scientific method to cellect and
analyze data that is used to help clarify goals and to assess the
.extent to which a program or activity achieves its specified
objectives. The evaluator/researcher's skills can be
applied in schools in terms of evaluating individual needs and
performance as well_as at the program level. They can also be
applied in market. -reSearch--or in establishment of new pragrams or
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in projects vey resea -h.

Could you give me an idea of the ki d of program/activity your
organization is involved in?

You say you have (pick this_number_up.from_ the first
ggestionnaire) individuals who do this kind of work. Could you

describe for me the kind of work that these individuals do?

Would you give me one or two specific e .amdles of
evaluation/research projects/activities that are done at your

organization?

Would it be important for an evaluator/researcher to be a content
specialist in your organization?
What content areas of specializati-n would you be looking for
(e.g., reading, economics, health, criminal justice,
parent-child)?

sent you a list of skills that minht be important
evaluator/researcher. Do you have that list in front of yo ?

Please take a moment to scan these. Are there any skills not
listed that you think should be?

w uld you _omblete the rating scale for the skills and mail it to

me? Also, if you don't mind, would you write (the name of he

company) on it so that we won't need to bother you amain?
Thanks.

A few last questions. Are you yourself trained 4A
evaluation/research? What was the nature of you- training?

Are you do na e\aluation/research ourself? How many vears have
you been doing work in this area?



We think that practical experience is an import nt part
becoming a skilled evaluator/researcher. We plan to first teach
the necessary skills to our students and then provide them with
an internship to obtain this practical experience.

2.1 If the logistics could be worked out in an acceptable way,
(i.e., supervision from a faculty member, timeliness) do you
think there would be interest in having an intern from our
program work in your organization? (IF YES TO 2.1, SO TO 2.2.
IF NO TO 2.1, GO TO 2.4).
BRANCH 2

2.2 (IF YES TO 2.1
Could we come visit your organization and talk with you in more
detail about what those logistics would be?

2.3 (IF YES to 2.2, schedule a time to visit). STOP. THANK

YOU.

(IF NO to 2.2, ask:)
What would the process be for establishing an internship?
Who would we'need to contact?

Some of our s udents might be hearing impaired. As you know,
Some hearing impaired people need an interpreter to function
the "hearing" world. Would your organization be willing to
consider hiring an hearing impaired intern?

If we provided the interpreter?

2.5 What do you see as future job prospects for
evaluation/research persohs in the future at your organization?

Generally?

Would your organization be willina to con ider
impaired graduate of our.promram?
If an interpreter was provided?

a hearing



THANK YOU VERY MUCH.

2.4 CIF NO TO 2.1, SAVO
What do you see as future job prospects for evaluation/research

persons in the future at your organization? Generally?

Some of our students might be hearing impaired. As you know,

some hearing impaired people need an interpreter to function

the "hearing" world. Would your orgaization be willing to

consider hiring a hearing impaired graduate of our progr

If an interpreter was provided?

THANK YOU VERY MUCH.


